Corporate social responsibility practices are increasingly being adopted and legitimized in business and they impact the strategic and operational levels in various areas. The integration of these criteria and practices in the strategic management involves many factors, and human resource management is an essential aspect for the accomplishment of such initiative. Thus, this paper associates the relationship among corporate social responsibility (CSR) various dimensions (strategic, ethical, social and environmental) and strategic human resource management (SHRM) in companies operating in Brazil. We also aim to identify whether there is impact of other aspects on this relationship, namely: size, industry and company internationalization level (if national or multinational). Results show evidence that ethical CSR can be associated to SHRM. Environmental CSR showed marginal relation, and social and strategic CSR presented no significant association. Those results emphasize the need to further develop strategic actions of CSR into human resource management in emerging markets. Managers can also benefit from those findings, as it is possible to have a broad view of limitations and opportunities regarding the role played by human resource management in CSR.
Introduction
Corporate social responsibility (CSR) becomes part of strategic planning of many organizations, and is broadly spread through policies and practices involving its various stakeholders, specially their own workforce (Sharma & Henriques, 2005) . This subject is especially relevant in international business because as companies enter new markets, they operate in contexts and environments they are not fully adapted to (Daher, 2006) . Companies have taken the environmental and social dimension more seriously and incorporated those principles into their business strategy and daily operations (Dolci, Lunardi, Salles, & Alves, 2015) . In this context, CSR integration into human resource strategies may generate competitive advantage to the firm.
From the 1980s, human resources begin to be perceived as strategic assets for organizations, with competitiveness growth in the business environment 67 field needs further theoretical developments. International studies show a deeper advancement with qualitative as well as quantitative research. Brazilian publications, on the other hand, are focused on an exploratory and qualitative approach of the relationship between CSR and SHRM, which emphasizes the need for more quantitative studies to consolidate the knowledge in this field (Parente & Fischer, 2014) .
From the importance that CSR and SHRM pose to organizational objectives, this study investigated the relationship between the advancement of these aspects and practices in companies' management. Additionally, this study will examine the effect of intervening factors such as size, industry (manufacturing or trade and services) and internationalization (if national or multinational).
Pressures towards the adherence of organizations to CSR's principles are primarily related to an approach that boosts value generation on an ongoing basis (Porter & Kramer, 2006) . CSR concept in literature is broad and involves several aspects related to organizational management. Those are strategies, policies and practices connected to the different stakeholders with whom the company relates, such as customers, employees, suppliers, government agencies, media, etc. However, in order to SHRM assume a proactive conduct towards CSR, it is important to split the later concept into four dimensions: strategic, ethics, social, and environmental.
SHRM is relevant not only as one of the actors that demand responsible behavior from organization, but also as a group who can engage and disseminate actions and values aimed at a socially responsible enterprise culture (Beer et al., 2015 , Vickers, 2005 . This study contribution to literature associates SHRM practices with CSR. This is a relevant theme of study taking into account the Brazilian context, as CSR practices are not well developed in emerging market (Campbell, Eden, & Miller, 2012; Govindan, Kannan, & Shankar, 2014) . We identified a gap in the study of SHRM, as it is not clear how CSR strategies can be disseminated into the workforce and what are the most frequent initiatives undertaken by human resource management.
Besides, we can point out the need to understand how CSR practices are adopted by SHRM management from companies in an emerging economy such as Brazil. Those are at an early stage in the development of CSR, because institutional pressures are not as strong as in traditional ones (Kothari, Kotabe, & Murphy, 2013) . Therefore, our study contributes to literature linking SHRM with the main directions of CSR adoption in Brazilian companies. As a managerial contribution, our study highlights the most and least institutionalized dimensions of CSR adoption by human resource managers. This can lead to a more proactive role of human resource management towards CSR in emerging markets context.
Corporate social responsibility
The discussions about the concept of sustainable development began to acquire great visibility in the late 1980s, with the report Our Common Future, also known as the Brundtland Report, produced by the World Commission on Environment and Development (WCED) (Brundtland, 1991) . A diagnosis about global environmental problems proposed that economic growth may be integrated with the environmental issue. This new development model, which implies a balance between economic, social and environmental aspects, has become widespread in government, business and civil society level. According to Barbieri, Vasconcelos, Andreassi, and Vasconcelos (2010) , awareness on the theme became larger to the extent that social organizations and the public sector started to pressure businesses to consider their externalities and their role as citizens towards society as a whole. So CSR and corporate citizenship begun to integrate corporate agenda, initially focused in philanthropy, specific actions and short-term results.
Also, publications on the subject begun to appear in universities and organizations (Fischer, 2002) , indicating a growing awareness movement, generation of knowledge and transparency, which would result in the internalization of these concepts into organizational culture. Some companies feared that concern about this subject would add more costs than benefits and persuaded them to take on social responsibilities that are responsibility of governments and individuals, since there was no consistency in the concept.
Social and environmental innovations developed by companies, often in partnership with civil society organizations, show not only internal benefits, but also towards larger issues of society. Stands out, then, the creation of shared value, which according to Porter and Kramer (2006) generates advantages to companies while seeking to achieve social well-being through business mechanisms.
The concept of CSR is wide and can be approached by different angles. CSR is here defined as integrated strategic, ethical, social, and environmental concerns, on a voluntary basis, in business operations and in companies' interaction with their stakeholders (Barin Cruz & Boehe, 2008) . CSR practices are shown in literature associated to social issues as volunteering and philanthropy (Daher, 2006; Porter & Kramer, 2006) , pollution prevention and reduction of environmental impact (González-Benito & González-Benito, 2006; Orsato, 2006) , publication of sustainability reports (Kolk & Van Tulder, 2010) , accountability, transparence and governance policies (Augustine, 2012; Haniffa & Cooke, 2002) , economic responsiveness (Carroll, 1998) among other actions towards ethical corporate behavior.
It is important to point out that CSR is understood as a broad concept, which can gather initiatives that are too different from each other. Hence, the relevance of analyzing the construct divided in dimensions that better explain the strategic movements adopted by companies. Therefore, we split the concept into four dimensions: (i) strategic, (ii) ethic, (iii) social, and (iv) environment.
Strategic CSR
One aspect that drives companies towards more socially responsible management is to gain a competitive advantage over competition. Savitz and Weber (2007) propose that the social and environmental aspects should be considered to the extent that the company is influenced by them and therefore requires a more systemic approach. Thus, convergence is sought with broader interests involving business functions from the production process to the functional areas around a larger goal. By linking social and environmental aspects of the company with competitive advantages also demonstrates the intersection with business strategy (Porter & Kramer, 2006; Porter & Van der Linde, 1995) . Studies in this direction tend to seek to relate the adoption of CSR practices with greater returns on investment to explain the strategic bond (Knoepfel, 2001) .
With the advancement of the discussions around the theme, companies start to realize benefits in adopting responsible practices through competitive advantage range as its competitors. To modify its processes and products to meet the legal demands and civil society, the company will develop innovations that provide financial opportunities and competitiveness (Porter & Van der Linde, 1995) . CSR then reaches a strategic level in organizations as it contributes to the achievement of its strategic objectives.
Business strategy encompasses aspects relevant for the achievement of the company's CSR results as a whole. Strategic CSR involves: (i) the establishment of strategic goals and actions towards sustainability in the long term, (ii) products and processes that comply with international patterns, (iii) the adoption of environmental certifications and commitment to norms and standards that may vary among regions of operation, as well as (iv) the disclosure of sustainability reports (Augustine, 2012; Chakrabarty & Wang, 2012; Daher, 2006; Dolci et al., 2015) . Faria and Sauerbronn (2008) highlight the need of management tools to maximize ethical and moral performance in organizations, aimed to achieve competitive advantage. In the long run, it is beneficial to society and also for companies to make clear that what is worthy for the company may be also beneficial for society (Pereira & Campos Filho, 2007) . Carroll (1979) , who promoted the discussion about CSR, suggests that "business social responsibility encompasses the economic expectations, legal, ethical and discretionary that society has of the organization at a given point of time" (Carroll, 1979, p. 500) . In a review of this initial model, Schwartz and Carroll (2003) argue that decisions are driven strongly by economic and ethical aspects, namely strategic for the development of the discretionary aspects (environmental issues).
Ethics in CSR
It is noteworthy that there is no consensus about the nature of the ethical dimension and who would be responsible for this dimension. The discussion was initially divided between those who defend stockholders view (Friedman, 2007) , where the only social responsibility of the company's management is to increase the return on capital invested by the shareholders. There are also those who believe in stakeholders view (Freeman, 2010) , in which management should concealment the various stakeholders -customers, consumers, suppliers, employees, community, since all are impacted by organization's decisions.
According to Christensen, Peirce, Hartman, Hoffman, and Carrier (2007) , the ethical approach to CSR seeks to emphasize the business objectives in an effort to turn ethics into a manageable variable. Such perspective ensures that ethical issues are not diluted in the administrative proceedings and ignored in the daily lives of companies. So, codes of conduct, missions, beliefs and principles are created in order to guide business activities at all hierarchical levels (Helin & Babri, 2015; Kreitlon, 2012) . This highlights the importance of managing people to consider ethical aspects in CSR and develop their influential role in spreading this culture. Savitz and Weber (2007) propose the importance of this more responsible way of doing business in employees' decisions, both in routine operations and in strategic decisions.
Social dimension of CSR
Social issues are part of the corporate agenda, initially through philanthropy and short-term actions. However, the advanced pace of expansionary process of the business sector drew attention to the consequent intensification of the impacts caused by large corporations operations. Fischer (2002) argues that there is an awareness generation movement towards increased knowledge and transparency, involving both companies and domestic public and other publics that boosted the internalization of CSR into organizations culture.
It is possible to observe some business leaders pro-activity seeking to bring changes in corporate posture by promoting practices that reflect commitment to social and environmental aspects, besides strictly economic. The social dimension regards concern for social and human welfare, related to education, health, job creation, equity and fair labor relations, non-discrimination, and ethical values (Dyllick & Hockerts, 2002; Slaper & Hall, 2011) .
Thus, companies have begun to develop social actions with stakeholders involvement, which potentially bring benefits not only to the image in relation to external audiences, but can also generate shared value with employees and their families, community, production chain, and with customers or other parts that are impacted by the organization (Porter & Kramer, 2006) . Companies with poor social performance, assessed by their own metrics, ethical and legal requirements, risk themselves of economic and trade sanctions, and may be excluded from the market if somehow their actions generate negative impacts to their communities where they operate. If they operate in a socially irresponsible manner not complying with its labor obligations, or making use of child labor or forced labor, forced or degrading sanctions may apply.
Environmental dimension of CSR
The influences for the adherence of the CSR practices organizations are mainly linked to the need for an approach to generate uninterrupted value, ensuring the long-term success and aligning their processes and strategies for the integration of three objectives that must go in line: economic growth, environmental protection and social equity. Bansal and Roth (2000) identify three reasons for the adoption of environmental practices strategies: competitiveness, legitimacy and ecological responsibility. From these reasons, it is clear that organizational sustainability consolidates the adoption of environmental preservation practices combined with profitability and business competitiveness.
The environmental dimension of sustainability is linked to the rational use of available natural resources. The main objective is to reduce the impact of productive activities on the ecosystem through the development of more efficient processes, material waste reduction and prevention of environmental incidents (Costantini & Mazzanti, 2012) . Bazerman and Hoffman (1999) suggest four reasons for the adoption of sustainability by companies: (i) as a category of excellence in trying to achieve technological innovation, (ii) the involvement of businesses in the formulation of rules and regulations by the government, (iii) the ability of companies to influence the adoption of environmental and social standards, and the development of solutions in this area, and (iv) the arising business benefits of adopting innovations related to products that meet environmental demands. Those reasons combine CSR with environmental protection. In order to merge CSR into business strategy, it is necessary to consider changes not only in political and in the company's speech, but also should be disseminated in the operation, influencing aspects of organizational culture and getting a clear need for employee engagement at this time.
Those dimensions are explained in Table 1 :
Other literature that integrates several concepts into CSR is the triple bottom line (TBL). The concept of TBL also boosted the adoption of environmentally responsible practices as it approached the relationship between the prospects of sustainable development and corporate objectives. This approach challenges the view that companies should only worry about its financial performance and suggests that the business strategy should cover the triple analysis results: economic results, environmental performance and added social outcomes or destroyed in the wealth creation process short, medium and long term (Elkington, 1994 (Elkington, , 1999 . Thus, it reached the goal of meeting the needs of today's society and of future generations, supporting the concept of sustainable development. Pires and Fischer (2014) propose an internal coherence between the RSC and SHRM towards organization's strategy. In this sense, SHRM can play vital role to induce changes in workforce behavior to achieve successful adoption of such strategic direction.
International human resource management and corporate social responsibility
Regarding multinational companies management, HRM is a relevant topic to achieve global performance. International Human Resource Management (IHRM) has become a source of competitive advantage due to a world driven by capabilities and knowledge (Brewster, Sparrow, Vernon, & Houldsworth, 2011) . Dowling, Festing, & Engle (2008, p.5) define IHRM as "all issues related to the management of people in an international context". Given this definition, is important to associate IHRM to global CSR strategy.
In this sense, some authors suggest that the search for legitimacy in acting in different countries where a multinational installs its subsidiaries is an important factor and can encourage adherence to practices that increase local commitment, such as CSR (Campbell et al., 2012) . It is stablished that integrated human resource systems have a positive impact on performance over individual practices among the multinational company (Boxall & Macky, 2009 ).
However, the dilemma of determining global strategies and practices at the expense of local needs adaptation can indicate different ways for this to occur. It is proposed, therefore, that there is a balance between actions that are determined globally and locally, it is important to establish broad strategies that should be applied in all countries of operation in order to maintain unity and corporate identity, but also the opening for the development of molded practices to local realities and needs (Muller, 2006) .
Human resource managers pursue to conciliate institutional pressures from local regulations and actors with corporate practices (Rupidara & McGraw, 2011) . SHRM plays a role on that through the adaptation of policies and procedures from headquarters to subsidiaries, as well as preserving its cultural identity. In this sense, it is important to consider the context in which the firm operates, as it may impact the firm's strategy, operations, and its functional areas (Schuler, Budhwar, & Florkowski, 2002 (Govindan et al., 2014) . Emerging markets are characterized by having deficiencies in infrastructure, institutions and market agents (Khanna, Palepu, & Bullock, 2010) , and they have to cope with market deficiencies as corruption, business informality and security and educational gaps (Banerjee, Prabhu, & Chandy, 2015; CuervoCazurra, Holan, & Sanz, 2014; Torres, Alfinito, Galvão, & Tsé, 2015) . It is important to note that in those markets they are not homogeneous; however, all of them have those issues in some degree (Ramamurti, 2012) .
Academic research linking the influence of human resource practices to the achievement of strategic corporate results are scarce in our context and do not reflect the Brazilian reality as a whole. According to Tanure, Evans, and Cançado (2010) , in many Brazilian companies the human resources department is focused on operational and bureaucratic activities. They fail to demonstrate the benefits of a strategic interaction to the organization. On the other hand, the appreciation of models and practices already consolidated in other countries could reinforce the adoption of a more strategic human resource management and influence a more active role of the area in the company.
In order to help, SHRM can contribute to the international company to gain legitimacy not only from stakeholders in the country of origin, but as well as those located in the destination country (Daher, 2006) . The search for legitimacy in their internal operations can be regarded as an important factor that relates the adoption of CSR in multinational companies, and human resource management can take a leading role on that. The establishment of environmental departments and appointment of sustainability managers can indicate that top management places special meaning to the issue (González-Benito & González-Benito, 2006) . The emergence of those departments might be aligned with a SHRM.
Strategic human resource management and hipotesis development
The economic and society development is based on knowledge and in the discovery of new technology has brought strong impacts on organizational models. The process of globalization and the rapid spread of information even over long distances caused the global business expansion and increased complexity of the flow of information and decisions in companies (Evans & Wurster, 2000) . This global and competitive environment spurred the search for a more strategic role of human resource management, as firms make a shift towards strategic mindset (Rupidara & McGraw, 2011) .
In this scenario, human resources are now considered an important asset for companies that need more and more of their intellectual capital to raise their ability to compete with the others (Legge, 2005) . The strategic role that people management in organizations can take begun to be discussed academically from the 1980s. Initially treated as personnel department and regarded with only operational functions, human resources area had to adapt its activities to meet the strategic demands in order to achieve better results for companies.
These discussions emerged two main approaches in human resource management: Harvard Model (Beer, Spector, Lawrence, Mills, & Walton, 1984) and the Michigan Model (Fombrun, Tichy, & Devanna, 1984) , which propose a long-term orientation and better internal adjustment assembly practices (horizontal alignment) and about company's strategy (vertical alignment). The Harvard model emphasized a social systems perspective, considering stakeholders' interests and a long-term contribution to society, whilst the Michigan Model was more focused on an individual perspective pursuing enhancement of performance and the maximization of shareholders' earnings (Beer et al., 1984; Fombrun et al., 1984; Beer et al., 2015) . Wright and McMahan (1992) present a more comprehensive theoretical approach about the strategic management of human resources, involving the integration of activities of different functions of the area in order to achieve strategic aims of the organization. It is important for the human resources leader to be involved on strategic formulation, participate in strategic committee and in the implementation of those strategies.
According to Vickers (2005) , human resources should play an active role in cultivating a socially responsible environment in the company mostly through four responsibilities: (i) helping to keep it as a top priority by business leaders; (ii) including this component in leadership selection and development systems; (iii) ensuring the right programs and policies are being adopted and respected throughout the company; and (iv) taking part in ethical and social responsibility issues.
Based on these approaches, it is possible to emphasize the importance that a more strategic human resource management can have in CSR strategies adoption. It is important to highlight that corporate culture Strategies that contemplate stakeholder's value, take full advantage of ethical and moral performance in organizations searching for competitive advantage. This can be achieved by setting CSR goals and actions, patterns, certifications and the disclosure of reports. From those developments, we state the first hypothesis:
H1: Strategic human resource leads to strategic CSR actions.
Human resource management system shall comprise a set of policies and practices in order to drive employee behavior toward organizational strategic objectives. Lepak and Shaw (2008) emphasize the importance of the system as a whole rather than the analysis of individual practices, especially if they do not represent consistency when considered together. Corporate ethics codes are adopted in the hope to ensure sustainable actions acceptance through the company (Kreitlon, 2012). Human resources may take an active role on organizational culture, training employees to comply with ethical procedures and code of conduct (Vickers, 2005) . These statements lead to the second hypothesis:
H2: Strategic human resource leads to ethic CSR actions.
In spite of employee well-being being subject of several studies, its impact on the environment and society have largely been neglected by academic studies and hence not considered essential for the strategic management of human resources. Beer et al. (2015) point out that study in human resources did not follow the expansion of the corporate vision for a multi-stakeholder approach, and maintained a more reductionist vision guided by economic bias. In this sense, concerns about welfare, community and social issues should be considered in SHRM. From those, we propose the third hypothesis:
H3: Strategic human resource leads to social CSR actions.
Environmental strategies are increasingly seen as a potential source of competitive and strategic advantage (Orsato, 2006) . Managerial attitudes towards environmental concerns have a positive effect on the adoption of a proactive environmental strategy.
Proactive environmental strategies can be considered a systematic set of voluntary practices that go beyond regulatory requirements to improve the environmental performance and manifested through different strategies. They include the establishment of environmental policies, environmental standards for suppliers, environmental auditing, reduction of costs and environmental disclosure reports with environmental information published to the general public (Sangle, 2010; Walker, Ni, & Huo, 2014) . This can only be achieved with the involvement of the whole organization. In that sense, SHRM play an important role by disseminating corporate values, training and linking sustainability with personal performance goals. From that, the fourth hypothesis is: H4: Strategic human resource leads to environmental CSR actions.
Based on the above, we outline our model of how SHRM may influence the various CSR dimensions. It is shown in Figure 1 : In order to analyze the data profile, we used descriptive statistics. Data in Table 1 shows that service and manufacturing industry prevails in the sample over retail (92%), and those local companies also are more representative (71%). Regarding size, most companies are considered large, as the number of employees excels 2500 people (29%).
Construction of the research variables
The questionnaire surveys a broader set of variables, so we selected the ones in the interest of the study: SHRM and CSR. In this study, the dependent variable is the adoption of a SHRM (Wright & van de Voorde, 2009; Wright & McMahan, 1992) . It was built based on the scores by summing the answers to the variables about the formal definition of HR strategic guidelines, participation of managers in HR decisions and the involvement of human resources with the development of business strategy. Note that these dimensions, which participated in the composition of the dependent variable, are also the dimensions supported by the literature. Therefore, we assign credibility and robustness to the overall rate of SHRM created by the authors. Cronbach's alpha for this variable is 0.69.
As independent variables, the study used the concepts of CSR split in four dimensions: strategic, ethic, social and environmental, as explained in Figure 1 . Following the same procedures above and aligned to previews research (Pavan, Parente, Rosolen, Borini, & Oliveira Jr, 2013), we constructed a variable for each dimension, considering the sum of answers given by the respondents.
Strategic CSR considers if sustainability is regarded as part of business strategy, measuring leadership involvement, processes and structure, suppliers selection towards sustainability, targets definition, auditing and metrics towards sustainability, and Linde, 1995; Savitz & Weber, 2007) ). Cronbach's alpha for this variable is 0.79.
Ethics CSR evaluates if the company has developed and disseminated a code of conduct to guide the behavior of its employees, trained teams for ethical behavior and followed accounting disclosure guidance (Helin & Babri, 2015; Kreitlon, 2012; Savitz & Weber, 2007) . This variable had a Cronbach's Alpha of 0.69. Stand out, also, other elements that may explain the responsible performance of a company: size, industry and internationalization. In this sense, there is the reputational aspect. It is evident that the larger companies are driven to develop a leading role in CSR issues, as environmental proactivity, mainly because of its visibility and magnitude of the impacts that generates (González-Benito & González-Benito, 2006; Johnston & Menguc, 2007) . Those are more pressured by society and tend to adopt CSR strategies to keep a positive corporate image. In this direction, companies from emerging markets may adopt CSR strategies in order to mitigate disadvantages in their late internationalization process and need to catch up on technology and best practices (Barin Cruz, Boehe, & Ogasavara, 2015) .
From this development, the following variables were controlled for the study: the first control variable is the level of internationalization, controlled in a dummy variable (1 for multinational and 0 for local companies). Also, the study controlled for industry (1 for manufacturing or 0 for trade and services) and size.
Results
From the sample of 287 companies available in the database, the industry those firms operate were classified into two major groups: (i) manufacturing sector (44%), and (ii) companies providing services and trade (56 %). Regarding internationalization, it was observed that multinationals account for 29% of the database, and local companies for 71%. Size is explained in Table 2 , as are the other variables. Size uses the number of employees as a proxy.
The first phase of the study sought to verify the assumptions of normality and collinearity between groups. Normality test called Kolmogorov -Smirnov showed that the variables had significant asymmetry between the two tails, at levels below 0.001. Therefore, one can consider data distribution as normal (Hair, Black, Babin, Anderson, & Tatham, 2009) . Table 3 shows Pearson correlations. Independent variables correlations are low when significant, and it fulfills one of the assumptions of the regression, which is the absence of strong correlation (p>0.7) between variables (Hair et al., 2009 Table 4 is possible to see the lack of multicollinearity, seen through the VIF test with results that are lower than 5 (Maroco, 2003) . Therefore, the regression confirms hypothesis H2 and marginally confirms H4. It also rejects H1 and H3. So, it is possible to stablish that strategic human resource management indicates actions towards ethic CSR. Comparing models 2 and 3, it is possible to see that the complete model has a more robust explain power. It is possible to stablish that the greater adoption of strategic human resource initiatives and practices, more proactive the company is oriented towards conduct codes that lead to ethical behavior. It is likely to state, from the results that strategic human resource management is marginally relevant to environmental CSR actions. Control variables adopted in this study -internationalization, size and industry -showed no significant association in the model.
Discussion
Results indicate that the integration of ethics on business behavior is part of the role of SHRM agenda.
The positive association between SHRM and CSR ethics highlights the importance of corporate efforts applied by human resource management, as discussed by Beer et al. (2015) , Christensen et al. (2007) , and Vickers (2005) . Many firms have implemented formal programs in order to promote ethical management behavior and to foster legal compliance. From those results it is notable how SHRM has taken an active role in spreading ethical practices in Brazilian organizations. As Brazilian business environment is often associated with corruption, informality and illegal practices (Banerjee et al., 2015; Torres et al., 2015) , it is plausible to assume that SHRM is committed with efforts to spread ethical values and behavior within the company.
Another outcome of the analyses is that environmental CSR has a positive and marginal association with SHRM. That can be explained by the importance of involving the entire organization towards the adoption of rational use of natural resources due to the rapid depletion of the environment. Given the growing pressure from regulatory agencies, society and consumers for ecofriendly operations, companies are developing several environmental initiatives, dedicating time and resources from every department. SHRM can take an active role by influencing the adoption of social and environmental standards. This can be achieved by engaging employees with training activities and corporate dynamics developed to stimulate the development of environmental innovation.
According to the results, there was no significance in the relation between SHRM and social dimension of CSR. This can be attributed to the prevalence of volunteering and philanthropic initiatives that are not necessarily related to strategic corporate programs. Social programs organized by corporations that beneficiate communities are still at an early stage. Punctual initiatives and the shortage of performance measurements in social aspects may explain the lack of this association, in managers' perception. Some Brazilian companies have developed more robust social projects and foundations in areas, such as education, health and income generation for poor communities. However, they still lack long-term commitment, which could be a contribution of SHRM in this dimension. Surprisingly, we found no significant association between the strategic dimension of CSR and SHRM. This may indicate that SHRM is still more involved with tactical and daily-bases activities, as pointed out by Tanure (2005) , rather than leading strategical movements, as the disclosure of sustainability reports, green supply chain initiatives and integrating sustainability values into corporate strategy. We Control variables showed no association to the model. Size was unexpected, because literature explains that bigger companies may have mode incentives from stakeholders and resources to invest in CSR initiatives (Campbell et al., 2012) . The internationalization level also showed no association. This may imply that local stakeholders and institutional pressures may be more relevant to this matter than human resource policies, practices and knowledge imported from headquarters (CuervoCazurra et al., 2014) . In this sense, local and multinational CSR may be resultant of institutional pressures and a response to local stakeholders' demands, as local adaptation played a significant role in CRS adaptation to local context (Muller, 2006) . Also, we found no significant relation with the industry of operation. This can be a theme for further investigation.
Conclusions
Our study sought to investigate the relationship between SHRM and CSR dimensions. Specifically, we analyzed the influence of SHRM in strategic, ethical, social and environmental CSR actions. In addition, we examined the effects of intervening factors such as internationalization, size and industry. The relevance of this study relies on association of the strategic human resource management with the advancement of corporate social responsibility, especially in the context of a developing country.
Although there are studies that investigate the relationship between these constructs, they do not specify how SHRM influences the different dimensions of CSR. In this manner, our research verified that SHRM do not influence CSR dimensions in the same way. SHRM acts more proactively in ethical and environmental dimensions and is less present in social and strategic CSR.
We found evidence of a positive association between SHRM and CSR ethics, which indicates the importance of the involvement of the human resources department in the dissemination of values and behaviors aligned with ethical conducts. Results also showed a positive and marginal association of SHRM and environmental CSR. We can infer that human resources policies and practices help motivate employees to engage and commit to environmental practices towards a sustainable future. On the other hand, we found no significance in the relation between SHRM and social and strategical dimensions of CSR, as well as no association among the control variables.
Additionally, we point out the contribution to the literature of SHRM and CSR in an emerging market, which is still at an earlier stage of development of these practices. We emphasize the importance of a more proactive role of SHRM in adopting and disseminating CSR practices in the emerging markets context, and that the integration of these concepts may generate competitive advantage to the firm, as suggested by Beer et al., 2015 and Vickers, 2005 .Some limitations from the study are a consequence of the secondary database collection methodology. As the respondents were participating in a survey focused on being one of the Best Companies to Work for, this may express a bias on the answers. The findings are generalizable for the Brazilian context, and it is necessary further research to verify if is replicable in other emerging or developed markets.
For future studies, we suggest that a qualitative approach could bring further explanations to these results and to the relationship between SHRM and CSR. This could involve aspects as corporate training and volunteering, among other CSR topics. Also, it is important to verify the reasons why the ethical and environmental dimensions of CSR overcome strategic and social ones. Correlated studies may apply. Furthermore, the motives why multinationals do not show more advanced SHRM may be an interesting topic for future research. 
